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Abstract.
BACKGROUND/OBJECTIVE: To understand how perceived authentic leadership translates into work engagement, this
study hypothesize that perceived authentic leadership facilitates positive conditions of well-being, which in turn predict
employee work engagement. This study asserts that each of the three mediating paths comprising life, workplace, and
psychological well-being, is expected to mediate the relationship based on the conservation of resources (COR) theory and
relational perspective.
METHODOLOGY: Data were collected from the two-wave survey of 150 full-time employees and analyzed using the
PROCESS macro in SPSS. An additional analysis to identify well-being sentiment was conducted using NodeXL with
Twitter data.
RESULTS: The results indicated only workplace well-being has a mediational effect between perceived authentic leadership
and work engagement. The additional analysis found that workplace well-being is the central tenet of interaction between
people in social media.
CONCLUSIONS: These findings demonstrate the importance of workplace well-being in promoting work engagement.
Keywords: Authentic leadership, life well-being, workplace well-being, psychological well-being, conversation of resources,
work engagement
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1. Introduction
Leadership marks the survival or downfall of an
organization [28]. Leaders who treat their employees
authentically are an important component of effective
leadership [33]. Authentic leaders bring hope, trust,
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confidence, transparency, positive emotions, and an
ethical and moral heading towards the future [3].
Past studies suggested that authentic leadership may
positively affect employee attitudes and behaviours
such as job satisfaction, engagement, commitment
and trust, (e.g. [10, 46] through their genuine works
and actions. While the relationship of authentic lead-
ership with employee attitudes and behaviours is
relatively well-established, it is still unclear how
authentic leaders influence employee behaviour such
as engagement [41].
Some literatures suggested that leaders with
authenticity attributes may contribute to employee
well-being (e.g. [62], but only a few has looked
at the effects of authentic leadership on employee
well-being [45]. Rather than having a narrow view
of employee well-being, it is advisable to look at
multi-dimensional employee well-being and each
dimension needs to be studied separately [66] in rela-
tion to leadership. The effects of authentic leadership
in the workplace can result in trade-offs between the
dimensions of well-being, which may strengthen and
weaken the level of engagement among employees.
In order for authentic leadership to have this effect,
action of the leader’s actions should be perceived as
authentic by the employees [24]. Employee positive
perception of leadership style can lead to positive
employee behavior (cf. [67]).
Most empirical studies promote the importance
of employee well-being and work attitudes such
as job satisfaction, but limited study on work
behaviours such as engagement [27] although the
idea of engaging employees in the workplace is
increasingly important (cf. [1]). Using the conserva-
tion of resources (COR) and relational perspectives
as underpinning theories, this current study inves-
tigates if multi-dimensional employee well-being
influence the relationship between perceived authen-
tic leadership and employee work engagement. The
conservation of resources (COR) theory explains that
individuals experience stress due to loss of resources
and are thereby motivated to seek, defend, and pro-
tect their resources [22]. Stress is also related to
environmental and cognitive perspectives. In other
words, when employees assume that their resources
are threatened or lost due to leadership issues [55]
such as receiving less supervisory support [32, 37],
they may view their work experience negatively.
From the relational perspective, the activities that are
carried out must be seen as consistent and establish
a relationship pattern that improve work behaviour
[57]. This links to COR theory whereby consistency
Fig. 1. The current study’s proposed model.
in employees’ perception of available resources cater-
ing to their well-being in an organization facilitates
the authentic leadership–work engagement process.
The consistent perception that employees’ well-being
is being provided for by authentic leaders reduces loss
of resources, which in turn, increases work engage-
ment.
Hence, the current study proposes a model (see
Fig. 1) linking authentic leadership as perceived by
employees to work engagement via the three dimen-
sions of employee well-being — life, workplace, and
psychological. Findings from the current study are
expected to provide a richer understanding regarding
the underlying mechanism linking authentic leader-
ship and work engagement. The current study seeks
to answer the following research question:
RQ: Will multifaceted of employee well-being
affect their perceived authentic leadership-work
engagement relationship?
2. Literature review and hypotheses
development
2.1. Perceived authentic leadership and work
engagement
The theory of authentic leadership is viewed as
an extension from transformational leadership [8],
where leaders with genuine transformational styles
share similar dimensions of transformational exhibit.
Authentic leadership theory is later expanded by Yukl
and Mahsud [63] who stated that this theory deter-
mines the positive dimensions of transformational,
ethical, charismatic, and spiritual leadership theories.
Authentic leaders are defined as a “moral agent” who
empowers followers to take actions that are fair, noble
and legitimate [39]. Luthans, Norman, Avolio, and
Avey [36] defined the leaders’ style as actions derived
from an established organizational context equipped
with positive psychological capital, creating positive
self-regulated behavior that motivates subordinates to
foster positive self-development and self-awareness.
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have a significant impact on work attitudes [5, 64]
that create better employee behavior and performance
(e.g. [27]).
Employee work engagement is considered today a
key force for organizational success. Many organiza-
tions take the initiative to increase their employee
motivation through ‘employee engagement strate-
gies’ and one of the successful strategies to getting
employees engaged is through leader behaviors.
Work engagement is defined as “a positive, ful-
filling, work-related state of mind characterized by
vigor, dedication, and absorption” [50, p. 74]. Vigor
refers to “high levels of energy and mental resilience
while working and by the willingness and ability
to invest effort in one’s work” [50, p. 74]. Dedica-
tion resembles involvement and is conceptualized as
a psychological identification one has with his/her
job [50] while absorption is associated with intrin-
sic enjoyment, while losing self-consciousness at
work [2]. According to Schaufeli and Bakker [51],
vigor and dedication are the “core dimensions” of
engagement. However, Langelaan et al. [34] argue
that absorption may be regarded as a consequence of
elevated work engagement.
Although past studies have been actively identi-
fied the influence of individual elements of work
engagement on employee attitudes and behaviours
(e.g. [35]), this study will examine how the impact of
authentic leaders on overall employee work engage-
ment. Using COR theory, the current study views
support from a leader as a form of social support that
is “a resource to the extent that they provide or facil-
itate the preservation of valued resources, but they
also can detract from individuals’ resources” [21, p.
517]. When employees view positively on their super-
visor’s leadership, it will have a positive influence
on their work engagement. To be specific, employ-
ees will have high levels of vigor that demonstrate
willingness and persistence, dedicated to achieving
goals while immersing themselves in their work; the
combination of individual elements represents a high
level of work engagement. Past studies have found
that employees are more engaged in their work when
working with leaders who are perceived as authentic
[19]. On the other hand, when employees perceive
their leader’s style or behavior to be harmful where
leaders are untrustworthy and practicing unfair prac-
tices, these traits are completely inverse as authentic
leader, thus, these negative traits will bring negative
impact on work engagement. Employees find no rea-
son to be vigor, dedicated and absorbed into their
work assignments. Therefore, it is hypothesized that:
H1: Perceived authentic leadership is positively
related to employee work engagement.
2.2. Life well-being, workplace well-being, and
psychological well-being as mediators
Employee well-being is basically “a pleasurable or
positive emotional state resulting from the appraisal
of one’s job or job experiences” [14, p. 1300]. Under-
standing the importance of well-being, Rahimnia
and Sharifirad [45] suggested researchers to exam-
ine the different dimensions of well-being to expand
the knowledge and depth in this field. Page and
Vella-Brodrick [42] discussed employee well-being
as being theoretically divided into job satisfaction,
psychological well-being, subjective well-being, and
work-related affect. Although there has been scale
developed based on multidimensional of employee
well-being [65], little empirical research has been
conducted to examine the extent to which these
three dimensions-life, workplace and psychologi-
cal influence the perceived authentic leader-work
engagement relationship. The description of each
well-being dimension is discussed as below:
Life well-being — one’s happiness towards life
in the absence of negative emotions — is a more
appropriate variable than subjective well-being —
an individual’s evaluation of life based on his/her
personal standard quality of life [12] — in measur-
ing job satisfaction [65]. Using subjective well-being
alone to measure job satisfaction, as what previous
researchers have done, is insufficient [61]. It is unde-
niable that job satisfaction contributes to the overall
life satisfaction. However, in psychology literature,
researchers found that life satisfaction is only part of
job satisfaction [42].
Workplace well-being is defined as satisfac-
tion of work and work-related affect [65]. Of the
three dimensions of employee well-being, workplace
well-being is the most widely studied. Multina-
tional organizations particularly emphasize on the
implementation of practices that enhance workplace
well-being in the work environment involved with
various stakeholders such as employees, customer,
suppliers, and others [25], and claim that workplace
well-being affects work stress and job satisfaction.
Psychological well-being includes the purpose of
life, acceptance of one’s self, the mastery of the
physical environment, positive relationships, free-
dom, and self-growth [49]. Some researchers claimed
that psychological well-being shares the same mean-
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them as distinctive constructs [48]. Among other
dimensions of well-being, empirical studies on psy-
chological well-being at the workplace are generally
limited [40].
Based on each of the above dimensions of
well-being, employee well-being was used primar-
ily to measure job satisfaction [58] and many
researchers on leadership behaviour often conceptu-
alize employee well-being as job satisfaction [27].
Although past studies have found a significant rela-
tionship between leadership behavior and employee
job satisfaction, employee well-being is multidimen-
sional and not solely job satisfaction [65], so it
may not have the same effect with leader behav-
ior. Authentic leaders are believed to nurture positive
self-development in subordinates and potential lead-
ers [4], provide self-awareness and self-regulation
components [17], be transparent and clear on their
own values and beliefs [66], that could enhance the
well-being of employees in organizations [18]. For
instance, providing autonomy as part of betterment
of employee well-being shows that leaders see their
subordinates as capable of determining and regulat-
ing their own pattern of doing things. Leaders that are
transparent with employees encourage the formation
of trusting and identified relationships and increase
personal growth (cf. [26]).
Based on the above discussion, it is undeniable
that concern about employee well-being should be
one of the key characteristics of authentic lead-
ers and past researchers have found that employees
exposed to activities that emphasize employee well-
being report better employee attitudes and behaviors
such as higher job satisfaction and commitment [11],
and lower intention to leave the organization [38].
Having perception that their leaders are authentic are
insufficient because higher work engagement will
be realized only when employees see consistency
that authentic leader provide environments that ful-
fil their workplace, life or psychological well-being.
Leaders who provide a good working environment
for their employees can create workplace well-being
for the employees resulting in employee engagement.
Working with trusted leaders can indirectly promote
psychological well-being as employees experience
positive relationships and genuine care from their
leaders where they truly feel free to express their
ideas and thoughts without concealing themselves.
As previously defined, life-well-being refers to one’s
happiness towards life in which an individual’s
quality of life is assessed. When employees feel
their quality of life is compromised by the pres-
sure to obey their leaders, their work engagement
may be affected. Therefore, the extent to which the
relationship between perceived of authentic leader
and employee engagement may be influenced by
employee well-being.
In general, there is limited research conducted
specifically on the relationship between authentic
leadership and employee well-being [45]. By inte-
grating COR theory and the relational perspective,
the current study proposes that high perception of
authentic leadership in the workplace would impact
employee well-being and in turn, employee work
engagement. COR theory indicates that individuals
feel threatened when there are insufficient resources
to fulfil the demand and completion of tasks. In this
case, when employees perceive their leaders as not
being supportive (loss of resource), this may lead to a
lower level of cognitive performance at the workplace
[9] and hence, lower level of work engagement. How-
ever, lack of perceived authentic leadership alone is
insufficient in influencing employee attitudes. From
the relational perspective, when employees also have
a consistent negative experience of compromising
their well-being in the organization, then the negative
outcomes are worsened. Conversely, employees who
perceive their supervisors’ leadership style positively
and do not perceive their well-being as being com-
promised at the workplace would be more engaged
in their job. The consistent perception of employees
towards their supervisors’ leadership style and their
own well-being can affect their work engagement.
Employees working in SMEs have higher sense of
ownership because of their high quality of interper-
sonal relationship with their leaders as compare to
those working in large firms (e.g. [16]). The high
quality of interpersonal relationships can enhance the
noble characteristics of an authentic leaders in which
SME leaders are expected to have self-awareness,
trustworthiness and concerns about employees that
can promote employee well-being and in turn, their
engagement in the workplace. As such, the rela-
tionship of perceived authentic leadership on work
engagement is mediated by employee well-being
(life, workplace, and psychological). It is hypothe-
sized that:
H2: Life well-being mediates the relationship
between perceived authentic leadership and
work engagement.
H3: Workplace well-being mediates the relation-
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H4: Psychological well-being mediates the rela-
tionship between perceived authentic leader-
ship and work engagement.
3. Methods
3.1. Data collection and respondents’ profile
Data was collected from a two-wave survey.
Respondents to the study’s survey were recruited
using snowball sampling, whereby one respondent
refers another to participate. A total of 150 full-time
employees working at various SME services sector
in the Klang Valley, Malaysia participated in both
surveys. The variables such as perceived authentic
leadership and employee well-being were collected
at Time 1, while the dependent variables such as
employee work engagement at Time 2 (i.e. three
months after Time 1). As the survey was multi-wave,
the respondents were provided unique account ID at
Time 1. The purpose of the unique account ID was to
match their responses with Time 2 data. Employees in
Klang Valley were recruited as this location was esti-
mated to have 4.2 million jobs [29]. The current study
considered the importance of understanding the well-
being of urban employees working in the services
sector of these locations.
The survey’s respondents consisted of 82 men
(54.67%) and 68 women (45.33%). In terms of
age, the majority of respondents (56%) were aged
between 18 to 24 years. For the other age groups,
32.67% of respondents were between 25 to 34 years,
8% between 35 to 44 years, and only one par-
ticipant (0.67%) was between 55 to 65 years. No
respondent was over 65 years old but there were
2.66% participants who did not respond to this item.
In terms of personal income, 18% of respondents
earned a monthly income less than RM 2000, 54.67%
earned between RM 2000 to RM 4000, 18.6% earned
between RM 4001 to RM 6000, and 8.67% earned
more than RM 6000. There were 0.06% participants
did not attempt to this item. More than half of the
respondents (65.33%) hold an executive-level posi-
tive, 15.33% hold a management-level position, while
13.33% hold a senior executive-level position. The
remaining 2.67% of respondents are C-Suite execu-
tives and a total of 3.34% participants did not respond
to this item. In terms of duration of current employ-
ment, 48.67% of respondents have been working in
their current organization for less than a year, 28%
between one to two years, 10.67% between two to
five years, and 12.66% for more than five years.
3.2. Measurements
Sixteen items measuring perceived authentic lead-
ership were adapted from Neider and Schriesheim
[39] study. These items were measured using a
7-point Likert scale ranging from 1 = “Strongly
Disagree” to 7 = “Strongly Agree”. Sample items
included “My leader solicits feedback for improv-
ing his/her dealings with others” and “My leader
carefully listens to alternative perspectives before
reaching a conclusion”. The alpha coefficient of this
scale is shown in Table 1.
Employee well-being comprising the dimensions
of life, workplace, and psychological were measured
using [65] scale. Similarly, the scale’s items were
also measured using a 7-point Likert scale. Sample
items included “I am in a good life situation” (life
well-being), “I feel basically satisfied with my work
Table 1
Mean, standard deviation, and bivariate correlation of the variables
Variables Mean SD 1 2 3 4 5 6 7 8 9 10
1. Gender 1.45 0.50 –
2. Age 1.59 0.80 0.078 –
3. Personal income 2.18 0.83 –0.053 0.545∗∗ –
4. Position level 1.65 1.03 –0.078 0.385∗∗ 0.350∗∗ –
5. Duration of current employment 1.87 1.04 0.085 0.682∗∗ 0.523∗∗ 0.388∗∗ –
6. Perceived authentic leadership 4.80 1.24 0.196∗ 0.043 0.040 –0.035 0.175∗ 0.973
7. Life well-being 4.73 1.15 0.203∗ 0.222∗∗ 0.266∗∗ 0.154 0.227∗∗ 0.489∗∗ 0.898
8. Workplace well-being 4.68 1.26 0.253∗∗ 0.204∗ 0.200∗ 0.089 0.318∗∗ 0.624∗∗ 0.663∗∗ 0.915
9. Psychological well-being 5.13 0.98 0.031 0.135 0.144 0.067 0.201∗ 0.363∗∗ 0.574∗∗ 0.513∗∗ 0.805
10. Work engagement 4.75 1.25 0.244∗∗ 0.116 0.094 0.091 0.246∗∗ 0.745∗∗ 0.644∗∗ 0.845∗∗ 0.549∗∗ 0.871
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achievements in my current job” (workplace well-
being), and “People think I am willing to give and
to share my time with others” (psychological well-
being). The alpha coefficients of this scale are above
0.70.
Six items from Schaufeli, Salanova, González-
Romá, and Bakker [50] that targeted on employee
vigor were used to measure employee work engage-
ment. The scale’s reliability in this study was 0.871.
Items measurement on vigor were used as the aim of
this study is to analyze whether the extent to which
their perceptions of the leader’s authenticity influ-
ence their vigor, their effort in their work. Vigor or
vitality is used interchangeably and both are the basis
of work life and the general theoretical equation of
work activity [6]. In addition to a 7-point Likert scale,
close-ended questions were also asked. Sample items
included “When I get up in the morning, I feel like
going to work.” and “At my work I always persevere,
even when things do not go well.”
General demographic data was also collected —
gender (1 = male, 2 = female), age (four categories),
personal income (four categories), position level
(four categories), and duration of current employ-
ment (four categories). These variables were treated
as control variables and held constant as they could
have potential effects on the studied variables. Past
research has produced mixed results regarding the
relationship between demographic variables and
employee well-being (cf[15, 52]. Therefore, the cur-
rent study included these demographic variables as
control variables for data analysis.
4. Results
4.1. Preliminary analyses
As the survey’s items were self-rated, data col-
lected may be subjected to common method variance.
Self-report surveys have the potential to be inflated
and in turn, create a bias tendency for the hypothe-
sized relationships [43]. The current study conducted
a series of confirmatory factor analyses to rem-
edy this bias tendency and attest to the possible
issue of common method variance. To ensure rele-
vance of model, the proposed model was determined
using an appropriate combination of absolute, incre-
mental, and parsimony fit indexes as benchmarks
(see Table 2). The proposed five-factor model —
perceived authentic leadership, life well-being, work-
place well-being, psychological well-being, and work
engagement — showed an acceptable fit (χ2/df
value = 1.69; TLI = 0.927; IFI = 0.940; CFI = 0.939;
RMSEA = 0.068). In addition, this study demon-
strated convergent validity and all factor loadings
were statistically significant.
Four alternative models (i.e. four-factor model,
three-factor model, two-factor model, and one-factor
model) were compared and checked for discriminant
validity. Results of the confirmatory factor analy-
sis show that the four alternative models produce
poor data fit, as presented in Table 1, in compari-
son to the five-factor model. These results support
the discriminant validity of the five-factor model
show. Additional tests suggested by Podsakoff et
al. [43] such as the single-common-method-factor
approach, were used to verify the presence of
common method variance. An unmeasured method
factor was added into the loading of the five-factor
model. The results showed that a χ2 difference
test explained that the proposed five-factor model
demonstrated better data fit since the unmeasured
method factor in the five-factor model does not
lead to a significant increase in the model fit
(χ2 (df) = 399.71 (219), p < 0.001; CFI = 0.909;
TLI = 0.900; IFI = 0.910; RMSEA = 0.070). This
series of confirmatory factor analyses confirmed that
the study’s proposed model meets the criteria for
discriminant validity and independence of measures
and hence, exhibit minimal risk of common method
variance.
4.2. Hypothesis testing
Table 2 shows the mean, standard deviation, and
bivariate correlation of the variables. The relation-
ships among the variables can be seen from the
bivariate correlations. The results show the mean
scores of psychological well-being to be higher than
workplace well-being. In general, all correlations
are below 0.70 with the exception of the correla-
tion between perceived authentic leadership and work
engagement (r = 0.745, p < 0.01) and the correlation
between workplace well-being and work engagement
(r = 0.845, p < 0.01). These results indicate low possi-
bility of multicollinearity in the regression apart from
the two correlational paths higher than 0.70 [56]. In
addition, the effects of the demographic variables
were controlled. The results showed the variance
inflation factor (VIF) value of all paths to be less than
3 but greater than 0.10, further indicating the low risk
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Table 2
Comparison among measurement models
Model χ2(df) χ2 CFI TLI IFI RMSEA
Full measurement model (five factors) 659.59 (390) – 0.939 0.927 0.940 0.068
Four-factor modela 799.39 (424) 139.8∗∗∗ 0.915 0.907 0.916 0.077
Three-factor modelb 977.16 (427) 177.77∗∗∗ 0.875 0.864 0.876 0.093
Two-factor modelc 1050.96 (429) 73.79∗∗∗ 0.859 0.847 0.860 0.099
One-factor modeld 1664.97 (430) 614.02∗∗∗ 0.720 0.698 0.723 0.139
Five-factor model with an unmeasured method factor 1059.30 (609) 399.71∗∗∗ 0.909 0.900 0.910 0.070
Note: N = 150, ∗∗∗p < 0.001; χ2, chi-square discrepancy; df, degrees of freedom; CFI, comparative fit index; TLI, Tucker-Lewis index; IFI,
incremental fit index; RMSEA, root mean square error of approximation; χ2, difference in chi-square. aWorkplace well-being and work
engagement combined into a single factor. bWorkplace well-being, work engagement, and psychological well-being combined into a single
factor. cWorkplace well-being, work engagement, psychological well-being, and life well-being combined into a single factor. dHarman’s
single-factor model where all are variables are combined into a single factor.
The study’s hypotheses comprising direct, indirect,
and total effects of perceived authentic leadership
on work engagement were estimated by Hayes and
Preacher [20] PROCESS macro for SPSS, with a
bootstrapped of 5000 alternative samples and a con-
fidence interval (CI) of 95%. Structural equation
modeling was not chosen for data analysis as it
requires the ratio of number of respondents to esti-
mated number of parameters to be greater than 1:20
[30]. Since the number of parameters in the proposed
model is large but overall sample size small, PRO-
CESS macro for SPSS was used instead. In addition,
normality of the sampling distribution and the signif-
icant paths of A and B as stated by Baron and Kenny
[7] were not required.
Based on Hayes and Preacher [20] method, the
links in the mediation model are separated. Path A
represents the direct effect between the independent
variable (IV) and mediating variable (MV) while the
effects of other variables are controlled. Path B repre-
sents the direct effect between the MV and dependent
variable (DV) while Path C’ represents the direct
effect between the IV and DV. The indirect effect,
also known as the mediating effect, are the results
of Paths A and B. Path C represents the total effect
between the IV and DV, where it is a combination of
direct and indirect effects [44].
Table 3 shows the effects and paths among the
variables. H1 posited that perceived authentic lead-
ership is positively related to work engagement. This
hypothesis is supported as the results indicate a
significant effect between both variables (Path C’;
 = 0.338, p < 0.001).
The results of Path A were supported as per-
ceived authentic leadership is significantly related
to all dimensions of employee well-being. Among
the dimensions, workplace well-being demonstrated
the highest effect ( = 0.579, p < 0.001). On the other
hand, the results of Path B indicated only life well-
being has no significant effect on work engagement
( = 0.064, p > 0.01) although workplace well-being
( = 0.531, p < 0.001) and psychological well-being
( = 0.159, p < 0.01) have a significant effect on work
engagement.
The total effect (Path C) shows perceived authen-
tic leadership to have a significant effect on work
engagement. However, when indirect effects were
eliminated from the total effect (Path C’), the effect
of perceived authentic leadership on work engage-
ment is still significant but with a reduced magnitude.
This indicates that inclusion of employee well-being
intervenes the linkage between perceived authen-
tic leadership and work engagement. Bootstrapped
analysis for indirect effects in Table 3 shows that per-
ceived authentic leadership has a significant effect
on work engagement when workplace well-being
included between the two variables. The results show
that only workplace well-being played the role of
mediating variable in this relationship. The indirect
effect of workplace well-being accounts for 81%
of the total effect whereas the indirect effects of
life well-being and psychological well-being only
account for 7% and 12% respectively. Thus, H3 is
supported while H2 and H4 are not.
4.3. Auxiliary analysis
Given mixed results where only workplace dimen-
sion mediates, but not the dimensions of life and
psychological associated with perceived authen-
tic leadership-work engagement linkages, additional
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Table 3
Mediation results with work engagement as the dependent variable
IV MV Total Effect of IV Effect of MV Direct Indirect
effect on MV on DV effect effect
(Path C) (Path A) (Path B) (Path C’)
AL 0.718∗∗∗ 0.338∗∗∗
LWB 0.435∗∗∗ 0.064 –0.169/0.099
WWB 0.579∗∗∗ 0.531∗∗∗ 0.117/0.298
PWB 0.281∗∗∗ 0.159∗∗ –0.023/0.029
Note: F(9, 140) = 68.75, p < 0.001, R2 = 0.81; IV, independent variable; MV, mediating variable; DV, depen-
dent variable; AL, perceived authentic leadership; LWB, life well-being; WWB, workplace well-being;
PWB, psychological well-being; lower CI corresponding to the indirect effect is on the left separated by
slash (/) while upper CI corresponding to indirect effect is on the right; ∗∗p < 0.01, ∗∗∗p < 0.001, 95% CI.
Fig. 2. The Twitter’s semantic network of well-being.
seeing or making judgments about the well-being.
NodeXL software was used to analyse Twitter data
using semantic analysis. Data from micro blogs such
as Twitter has been used because any information
or opinion about well-being is largely organized
and shared through hash tags with symbol #. Hash
tags are community-driven practices to put other
factors and metadata into tweets by promoting
folksonomy. This social media contains a large num-
ber of sentiment-embodied sentences. Sentiment is
described as personal beliefs or judgments that are not
based on evidence or certainty [53], which may reflect
the emotional state of the user, which can provide
information about well-being. This study explores
the semantic networks using the function of word
pairs in NodelXL. Twitter data was collected to 18000
tweets from all individuals who recently used “#well-
being” in their tweets. Figure 2 shows that there are
eight primary themes found: workplace, lifestyles,
psychological need, awareness, social, healthy foods,
diet and reflection. Comparing the main theme in the
semantic network, two major findings are obtained.
First, workplace theme is the central of well-being.
It contains maximum vertices in the connected com-
ponent (27 words) where happiness, mental, health,
work from home and employees are a few words that
are connected to the workplace theme. It is interesting
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lar ideas of workplace well-being in this study where
these words affect or being affect by employees. Sec-
ond, the lifestyles theme and psychological themes
are the second and third major themes in components
with 11 words and 9 words respectively. The words or
nodes under the Lifestyles theme are lifestyle, good,
luck, retweet, bud and tags while the words for psy-
chological theme include stress, inflicted, managers,
and accountable. Overall, it is important to note that
the three themes defined by social media are the three
dimensions of well-being measured in this study.
5. Discussion
In general, the current study demonstrated how
perceived authentic leadership is related to work
engagement through employee well-being, particu-
larly the dimension of workplace well-being. All the
research hypotheses were validated except for H2
and H4 which expected life well-being and psycho-
logical well-being to also mediate the relationship
between perceived authentic leadership and work
engagement. Perceived authentic leadership affects
the work engagement of employees in Klang Valley,
Malaysia both directly and indirectly through work-
place well-being. In the additional analysis conducted
in this study, the results of the semantic network anal-
ysis indicate that workplace is a key principle of the
definition of well-being as twitter users discuss more
workplace issues using their social media. These
results may explain why only workplace well-being
hypothesis is supported except for other dimensions.
Most studies assume that leadership styles which
are employee-oriented motivate employees and pro-
duce positive work-related outcomes(e.g. [31, 37])
but limited studies on employee engagement [27].
Hence, the results from the current study can
be deemed as novel findings. As hypothesized
(H1), higher levels of perceived authentic leader-
ship lead to increases in work engagement. This
finding implies that organizational leaders viewed
as having authentic leadership characteristics (e.g.
promote self-development, self-awareness, and trust
in employees) result in more engaged employees at
the workplace; a possible avenue for managers and
supervisors to take note of.
The results from the current study indicate
the importance of improving employee well-being,
particularly workplace well-being, as it increases
engagement at work. The results indicate that fulfill-
ing life well-being at the workplace is not a priority
to achieve work engagement, which is in line with
findings from [65] who used life well-being instead
of subjective well-being to explain the concept of
one’s happiness in life. When employees perceived
to have fulfilled with life or thinking their way of
life is now fun and good, additional practices that
generate well-being of life do not have an impact on
work engagement. In short, the current findings sug-
gest that to improve work engagement, organizations
should pay more attention to workplace well-being.
By creating more meaningful employment, increas-
ing employee confidence, and sharing, it strengthens
engagement and prevent loss of resources. For exam-
ple, human resource practitioners should design the
work in a way that increases workplace well-being,
whereby employees feel their work to be important
to themselves and the organization.
The relationship between perceived authentic lead-
ership and job satisfaction was also found to be
mediated by workplace well-being (H3). The finding
is consistent with past research on workplace well-
being where this type of well-being has a profound
effect on employees’ work attitudes and productiv-
ity [25]. Life and psychological well-being were not
found to be mediators and these results could reflect
past researchers’ claims that the distinction between
these two variables is not clear-cut [48]. That being
said, the findings from the current study support the
claim that employee well-being is not a single factor
and should be holistically tested by assessing each of
its dimension separately. These findings validate the
three dimensions of employee well-being developed
by Zheng et al. [65]. Ironically, semantic network
analysis allows us to identify three key themes about
how Twitter users describe well-being through words
where their words and expression through words are
clustered. The results of the three main themes are
similar to the three dimensions used in this study. This
clearly shows that well-being of employees is multi-
faceted and should not be combined into one common
dimension. As a result, this study has attempted to
study examine the three dimensions of employee
well-being.
6. Limitations and suggestions for future
research
The current study is not without limitations.
Although the survey data were collected at two dif-
ferent times, all items in the survey were self-rated.
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method variance and inflation in correlational values
[43], the current study has countered these issues by
including an unmeasured method factor consisting of
six items unrelated to the variables studied. Besides
that, the survey only assessed these variables from
the viewpoint of employees from various SME ser-
vices sectors in Malaysia, which are subjective. In
addition, this study recruited respondents via snow-
ball sampling as the sampling method. This method
could result in collecting data from only a small sub-
group of similar employees. This could render the
results as not generalizable to population groups that
differ from this subgroup. In addition to using quanti-
tative method to correct for bias tendencies, this study
sought to examine whether there was a pattern of sim-
ilarity between social media and the self-assessment
of well-being. Future research could collect data from
multiple sources such as organizational leaders to
generate a more wholesome assessment of authen-
tic leadership. It would be interesting to see whether
authentic leadership as perceived by employees and
leaders will be vastly different. Future research could
also examine other objectively measured variables
such as actual performance and work productivity.
Furthermore, the items measuring employee well-
being were adopted from Zheng et al. [65], a study
that was conducted in China. Cultural differences
could still exist although Malaysia and China are
usually known as having a similar collectivistic cul-
ture. Cultural differences could affect the structure
and validity of the scale used. From the semantic
network analysis conducted in this study, the theme
derived share characteristic similar to the scale of
employee well-being used in this study. It should
be noted that the qualitative data collected is all
about word and expressions through the words in
written English. Therefore, the cross-cultural gener-
alization of results is important and future research
could explore further how differences in culture and
languages used may affect the relationship between
perceived authentic leadership and job satisfaction as
mediated by employee well-being.
The results from the current study indicated that
only workplace well-being mediates the relation-
ship between perceived authentic leadership and
job satisfaction. Future research should investigate
other contextual factors that could affect this rela-
tionship. Furthermore, as the current study was a
cross-sectional one, these results do not confirm
causality. Future research should consider collecting
data across different time periods (i.e. longitudinal
study), industries, and geographical locations.
As aforementioned, the current study consid-
ered demographic variables — gender, age, personal
income, position level, and duration of current
employment — as control variables and hence, their
relationships with perceived authentic leadership,
employee well-being, and employee engagement
were not examined. Holvino [23] claimed that
it is imperative for future studies to address the
simultaneity of gender, age, and position level in
an organization. Although literature often recog-
nizes the effects of socio-demographic variables
on well-being (e.g. [13]), these variables are usu-
ally regarded as control variables and the extent of
their impact is rarely examined [60]. Hence, future
research is encouraged to explore the effects of
these demographic variables on employees’ percep-
tion of authentic leadership, employee well-being,
and employee engagement.
In summary, the findings of the current study
provide a strong framework on how authentic lead-
ership impacts employee engagement both directly
and indirectly through employee well-being. As
not all dimensions of employee well-being were
found to have an impact on the studied relationship,
either directly or as a mediator, it is important for
researchers to distinguish the different dimensions
when examining employee well-being. The findings
of the current study imply that leaders should adopt
an authentic leadership style and provide support for
work-life balance which improves employee well-
being at the workplace. This integrated conceptual
framework provides an avenue for human resource
practitioners to explore that would promote employee
engagement among employees.
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